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Environmental issues created by industries are a concern to local communities, 
governments and related agencies. It will raise serious concerns about the 
environment and the level of operation of the industry. This situation calls for the 
contribution of business organizations as employees to address environmental issues. 
This study examined factors that are the correlate with organizational citizenship 
behaviour environment (OCBE) at industries organizations in Malaysia.  The purpose 
of this research is to examine the correlation between Green Human Resources 
Management (GHRM) practices and Organizational Citizenship Behavior for 
Environmental (OCBE) at NPK Fertilizer Company. OCBE among employees can 
contribute to environmental management of organization. The role of green HRM 
practice is a one of organization strategy in shaping OCBE among employee. This 
study assessed the correlation between seven dimension of GHRM practices, namely 
green job analysis and design, green recruitment and selection, green training and 
development, green performance management, green compensation management, 
green health and safety and green labor relation and involvement with OCBE. The 
research was conducted in fertilizer company in Kedah and 145 respondents have 
participated in this survey. This research used survey methodology by questionnaire, 
then analysed by descriptive analysis, factor analysis, reliability test and correlation 
analysis using statistical package for social sciences (SPSS). Findings showed that 
green job analysis and design having the moderate significant positive relationship 
with OCBE. The study also found that other six dimension of GHRM which green 
recruitment and selection, green training and development, green performance 
management, green compensation management, green health and safety and green 
labor relation and involvement have a low significant positive relationship with 
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Isu persekitaran yang dihasilkan oleh industri menjadi kebimbangan masyarakat 
setempat, kerajaan dan agensi yang berkaitan. Ia akan menimbulkan kebimbangan 
serius mengenai persekitaran dan tahap operasi industri. Keadaan ini memerlukan 
inisiatif organisasi industri khususnya pekerja untuk menangani isu alam sekitar. 
Kajian ini mengkaji faktor-faktor yang berkaitan dengan persekitaran tingkah laku 
kewarganegaraan organisasi (OCBE) di organisasi industri di Malaysia. Tujuan kajian 
ini adalah untuk mengkaji korelasi antara amalan hijau Pengurusan Sumber Manusia 
(GHRM) dan Perilaku Kewarganegaraan Organisasi untuk Alam Sekitar (OCBE) di 
Syarikat pembuatan. Perilaku Kewarganegaraan Organisasi untuk Alam Sekitar di 
kalangan pekerja boleh menyumbang kepada pengurusan alam sekitar di organisasi. 
Peranan amalan hijau Pengurusan Sumber Manusia adalah salah satu strategi 
organisasi dalam membentuk perilaku kewarganegaraan organisasi untuk alam sekitar 
di kalangan pekerja. Kajian ini menilai korelasi di antara tujuh dimensi amalan 
GHRM iaitu analisis kerja dan reka bentuk hijau, pengambilan dan pemilihan hijau, 
latihan dan pembangunan hijau, pengurusan prestasi hijau, pengurusan pampasan 
hijau, kesihatan dan keselamatan hijau serta hubungan buruh dan penglibatan hijau 
terhadap OCBE. Penyelidikan ini dijalankan di syarikat pembuatan baja di Kedah dan 
145 responden telah mengambil bahagian dalam tinjauan ini. Kajian ini menggunakan 
metodologi tinjauan dengan soal selidik, kemudiannya dianalisis dengan analisis 
deskriptif, analisis faktor, ujian reliabiliti dan analisis korelasi menggunakan pakej 
statistik untuk sains sosial (SPSS). Dapatan menunjukkan bahawa analisis kerja dan 
reka bentuk hijau mempunyai hubungan positif positif yang sederhana dengan OCBE. 
Kajian itu juga mendapati bahawa enam dimensi GHRM iaitu pengambilan dan 
pemilihan hijau, latihan dan pembangunan hijau, pengurusan prestasi hijau, 
pengurusan pampasan hijau, kesihatan dan keselamatan hijau serta hubungan dan 
penglibatan buruh hijau mempunyai hubungan positif yang rendah dengan OCBE. 
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CHAPTER ONE : INTRODUCTION 
 
1.1 Introduction 
Individual employee‘s organizational citizenship behavior for 
environment(OCBE) within an organisation can have a significant impact on the 
overall outcomes of their organisation‘s environmental management. There are many 
factor contribute to individual OCBE among employees and one of significant factor 
is green human resources management(GHRM) practices. A lot of dimension of 
GHRM practice were develop and Shah (2019) already construct seven dimension of 
GHRM practices which is can use to examine correlation between GHRM and OCBE. 
 
1.2 Background of The Study 
 
Environmental issues are increasingly being challenged and efforts to address 
them require the cooperation and commitment of all parties. Various environmental 
issues now concern the society as a whole, such as air pollution, noise pollution, sea 
pollution, water pollution, odor pollution, river pollution, and more (Mustakim et al, 
2019).  While globalization continues and the natural processes of the planet turn 
local problems into international issues, environmental protection is a concern for 
many countries around the world. 
In the Asian world environment, there is an increase in the strength of green 
emergencies as a result of growing community influence in the company, the cost of 
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Ref: Relationship between Green Human Resource Management (GHRM) and 
Organizational Citizenship Behaviour for Environment (OCBE) in Manufacturing 
company. 
 
I am pleased to inform you of the aforementioned study aim to assess relationship the Green 
Human Resource Management (GHRM) and Organizational Citizenship Behaviors for 
Environment (OCBE). The study covers green job design, green recruitment and selection, 
green training and development, green performance Management, green compensation 
management, green health and safety, green labour relations and involvement,. For this 
purpose, we are approaching a number of employees to participate in a survey relating to their 
experiences in implementing GHRM and OCBE.  
 
I would very much appreciate your participation, since the success of the research is 
dependent upon receiving the maximum number of responses. Your answer will of course be 
treated confidentially and the information will only be used for the purpose of this study.  
 
We look forward to receive your completed questionnaire as soon as possible and many 





MOHD FAIZAL BIN MOHD ROFI 
MSc Candidate 






Section A: Demographic 
Demographic 
Please tick (√) in appreciate box 




□  Manager 
□  Executive/Engineer 
□  Supervisor 
□  Technician / clerk 
□  General Worker  
b.  Gender 
□  Male 
□  Female 
c.  Your Age 
□  below than 25  
□  35 - 44 
□  More than 54                      
□  25 - 34 
□  44 - 54 
 
 
e.  Your highest level of 
education?  
 
□  Master/PHD   
□  Diploma    




□  Degree     
□  Technical Certificate     







d.  Working experience? 
□  Less than 5 years    
□  11 – 15 years 
□  More than 20 years    
 
 
□  5 - 10 years     
□  16 – 20 years    
 
 
e.  You are concerned about the environmental issues 
□ Yes 
□ No 






Section B: Organizational Citizenship Behaviour for Environment (OCBE) 
OCBE 
Please indicate to what extent you agree/disagree the following statement (Please circle 1= 




1.  In my work, I weigh my actions before doing 
something that could affect the environment. 
1 2 3 4 5 
2.  I voluntarily carry out environmental actions and 
initiatives in my daily activities at work. 
1 2 3 4 5 
3.  I make suggestions to my colleagues about ways to 
more effectively protect the environment, even 
when it is not my direct responsibility 
1 2 3 4 5 
4.  I actively participate in environmental events 
organized in and/or by my company. 
1 2 3 4 5 
5.  I stay informed about my company‗s environmental 
initiatives. 
1 2 3 4 5 
6.  I undertake environmental actions that contribute 
positively to my organization‗s image. 
1 2 3 4 5 
7.  I volunteer for projects, endeavors or events that 
address environmental issues in my organization. 
1 2 3 4 5 
8.  I spontaneously give my time to help my 
colleagues take the environment into account in 
everything they do at work. 
1 2 3 4 5 
9.  I encourage my colleagues to adopt more 
environmentally conscious behavior. 
1 2 3 4 5 
10.  I encourage my colleagues to express their ideas 
and opinions on environmental issues. 
1 2 3 4 5 
 
 
Section C: Green Job Design 
Green Performance Monitoring 
Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
1.  My company has integrated several environmental 
protection responsibilities in each position 
1 2 3 4 5 
2.  My company has included green and social needs of 
the company in job description and specification 
1 2 3 4 5 
3.  My company has incorporated green capabilities as 
a distinctive element in job specification. 
1 2 3 4 5 
4.  My company has designed and executed innovative 
positions to emphasize on environmental protection 
aspects. 
1 2 3 4 5 
 
Section D: Green Recruitment and Selection 
 




Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
1.  Our company has incorporated ―green aware‖ criteria in 
HR staffing policy 
1 2 3 4 5 
2.  My company practices the use of paperless recruitment 
and selection process. 
1 2 3 4 5 
3.  We appeal to green job applicants who practice green 
criteria choose employer (green employer branding). 
1 2 3 4 5 
4.  Employee selection takes environmental motivation into 
account 
1 2 3 4 5 
5.  All selection steps consider environmental questions 1 2 3 4 5 
 
 
Section E : Green Training and Development 
 
Green Training and Development 
Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
1.  My company assesses who need training in 
environmental management. 
 
1 2 3 4 5 
2.  My company evaluates whether the incumbent has 
manager and peer support to apply the learned content 
on the job.  
1 2 3 4 5 
3.  My organization uses environmental protection 
elements as the central themes of green training. 
 
1 2 3 4 5 
4.  My organization delivers environmental management 
training to improve employee awareness, skills, and 
know‐how in environmental management.. 












Section F : Green Performance Monitoring 




Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
5.  Our company establishes green targets, objectives, and 
duties for each employee across organization. 
 
1 2 3 4 5 
6.  In my company, there is communication of green goals. 1 2 3 4 5 
7.  The use of green criteria to evaluate performance. 1 2 3 4 5 
8.  My company keeps track of non‐compliance or not 
meeting green objectives. 
1 2 3 4 5 
9.  My company reinforces compliance of meeting 
environmental goals 
1 2 3 4 5 
10.  Identification of ―Green Superstars‖ (remarkably 
talented individuals who perform beyond the standards) 
and distribution of prizes based on their green 
contributions 
1 2 3 4 5 
  
 
Section G : Green Compensation Management 
 
Green Compensation Management 
Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
1.  Our compensation system recognizes and rewards 
contributions in environmental protection. 
1 2 3 4 5 
2.  My company rewards green skills acquisition 1 2 3 4 5 
3.  My company rewards for learning a green curricula. 1 2 3 4 5 
4.  My company uses non‐monetary rewards for 
contributions in environment management such as paid 
time off, special leave, and gifts to employees and their 
families. 
1 2 3 4 5 
5.  My organization recognizes green initiatives of 
employees via organization wide publicity and public 
praise. 













Green Health and Safety 
Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
1.  My organization provides green workplace for all. 1 2 3 4 5 
2.  My organization takes green initiatives to decrease 
worker anxiety and work‐related sickness instigated by 
harmful work setting. 
 
1 2 3 4 5 
3.  My organization develops and executes strategies to 
sustain a favorable work setting to avoid several fitness 
problems to develop health and safety of workforce 
1 2 3 4 5 
  
 
Section H : Green Labour Relations and Involvement 
Green Labour Relations and Involvement 
Please indicate to what extent you agree/disagree the following statement (Please circle 1= 
strongly disagree, 2= disagree, 3= neutral, 4= agree, 5= strongly agree) 
1.  Our company emphasizes a culture of environmental 
protection. Offering green practices. 
1 2 3 4 5 
2.  My organization offers opportunities to individuals to 
take part in green suggestion schemes. 
1 2 3 4 5 
3.  My organization has procedure of green whistle‐blowing 
and helplines. 




























N Valid 144 144 145 144 145 145 145 
Missing 1 1 0 1 0 0 0 
Mean 3.70 1.11 2.76 3.76 2.68 1.00 1.00 
Median 4.00 1.00 3.00 4.00 3.00 1.00 1.00 
Mode 4 1 3 5 3 1 1 
Percentile
s 
25 3.00 1.00 2.00 3.00 2.00 1.00 1.00 
50 4.00 1.00 3.00 4.00 3.00 1.00 1.00 
75 5.00 1.00 3.00 5.00 3.00 1.00 1.00 
  
Position 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Manager 7 4.8 4.9 4.9 
Exe/Eng 25 17.2 17.4 22.2 
SV 12 8.3 8.3 30.6 
Tech 60 41.4 41.7 72.2 
GW 40 27.6 27.8 100.0 
Total 144 99.3 100.0  
Missing System 1 .7   
Total 145 100.0   
Gender 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Male 128 88.3 88.9 88.9 
female 16 11.0 11.1 100.0 
Total 144 99.3 100.0  
Missing System 1 .7   











 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid below than 25 5 3.4 3.4 3.4 
25-34 47 32.4 32.4 35.9 
35-44 74 51.0 51.0 86.9 
44-54 16 11.0 11.0 97.9 
more than 54 3 2.1 2.1 100.0 




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid master/phd 3 2.1 2.1 2.1 
degree 27 18.6 18.8 20.8 
diploma 29 20.0 20.1 41.0 
technical cert 28 19.3 19.4 60.4 
secondary  school 57 39.3 39.6 100.0 
Total 144 99.3 100.0  
Missing System 1 .7   




 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid less than 5 years 11 7.6 7.6 7.6 
5-10 years 51 35.2 35.2 42.8 
11-15 years 58 40.0 40.0 82.8 
16-20 years 23 15.9 15.9 98.6 
more than 20 years 2 1.4 1.4 100.0 











 Frequency Percent Valid Percent 
Cumulative 
Percent 





 Frequency Percent Valid Percent 
Cumulative 
Percent 
























APPENDIX C : Factor Analysis 
 
Factor Analysis (B) 
KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.785 
Bartlett's Test of 
Sphericity 
























KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.814 
Bartlett's Test of 
Sphericity 







1 2 3 4 
C1    .549 
C2    .778 
C3    .671 
C4    .722 
D1  .684   
D2  .682   
D3  .597   
D4  .766   
D5  .681   
E1     
E2  .510   
E3 .528    
E4 .564    
F1   .812  
F2   .758  
F3   .698  
F4 .838    
F5 .853    





KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .857 







1 2 3 
G1 .731   
G2 .754   
G3 .807   
G4 .641   
G5 .804   
H1  .700  
H2  .661  
H3  .752  
I1   .783 
I2   .832 












APPENDIX D : Realibility Analysis 
 





Alpha Based on 
Standardized 
Items N of Items 
.842 .839 6 
 
RELIABILITY (C1 C2 C3 C4)      
Reliability Statistics 
Cronbach's Alpha N of Items 
.739 4 
 
RELIABILITY (D1 D2 D3 D4 D5 E2) 
Reliability Statistics 
Cronbach's Alpha N of Items 
.777 6 
 
RELIABILITY (E3 E4 F4 F5 F6) 
Reliability Statistics 
Cronbach's Alpha N of Items 
.749 5 
 
RELIABILITY (F1 F2 F3) 
Reliability Statistics 
Cronbach's Alpha N of Items 
.801 3 
 





Cronbach's Alpha N of Items 
.867 5 
 
RELIABILITY (H1 H2 H3) 
Reliability Statistics 
Cronbach's Alpha N of Items 
.715 3 
 
RELIABILITY (I1 I2 I3) 
 
Reliability Statistics 



















APPENDIX E : Correlation Analysis 
 
Correlations 








       









      









     




.354** .393** .375** 1     
Sig. (2-
tailed) 
.000 .000 .000 
 
    




.293** .383** .288** .436** 1    
Sig. (2-
tailed) 
.000 .000 .000 .000 
 
   







.292** .375** .343** .550** .377** 1   
Sig. (2-
tailed) 
.000 .000 .000 .000 .000 
 
  




.256** .357** .288** .441** .277** .625** 1  
Sig. (2-
tailed) 
.002 .000 .000 .000 .001 .000 
 
 




.216** .261** .179* .325** .062 .326** .450** 1 
Sig. (2-
tailed) 
.009 .002 .031 .000 .460 .000 .000 
 
N 145 145 145 145 145 145 145 145 
**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 
 
 
 
